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Abstract: Several factors have been proposed as 
antecedence to organizational performance in a different 
context but have pay attention to African continent and 
the findings of the studies may not be generalizable due 
to contextual and culture differences. The purpose of the 
study is to identify the antecedent of organizational 
performance in the context of Nigerian non-profit 
organization. Literature review is adopted as 
methodology to assess the factors that enhance 
organizational performance. Findings shows that certain 
factors have been identified for enhance organizational 
performance. The goal and objective of an organization 
is to improve the level of performance by designing 
strategies. The strong emphases on the antecedence of 
performance by the leaders help the organization to 
improving the level organizational performance.   
Keywords: individual factor, organizational factor, 
job factor, commitment factor, appraisal factor, 
organizational performance. 
1. Introduction 
Today in the modern environment organizational 
are focusing on the factors that determine 
organization performance (Imran, Faiza &Arshad, 
2012). Several efforts have been made in a series to 
increase the level of organizational performance. 
The organizations are in the line with the struggle 
to adopt strategies to enhance organizational 
performance. Evidence from the Association 
Manufacturing excellent (AME, 2012) revealed 
that more than six million organizations are under 
performance. Similarly, National Association of 
Manufacturers (NAM, 2011) indicated that over 80 
per cent of both profit and non-profit organizations 
still under the challenge of performance. This 
capture interest of both researcher’s and 
practitioners to examining the factor that enhance 
organizational performance. For instance, in the 
recent study by Carter and Tamayo, (2017) 
conducted a survey study among 400 small and 
medium Enterprise managers in the context of 
Philippines. The study revealed that the indicators 
of intrapreneurial and entrepreneurial skill of 
managers are evident to organizational 
performance. The result indicated both 
intrapreneurial skills managers, entrepreneurial 
skills had a positive significant on organizational 
performance. This suggested that entrepreneurial 
skills and intrapreneurial skills of managers has an 
impact on the organizational performance in the 
context of Philippines. Kuo, Lin, and Lu, (2017) 
Have examining the linkages of dynamic 
capabilities, competitive advantage, service 
capabilities to determine organizational 
performance among 134 container shipping firms 
in Taiwan. The study was analysis with the 
Structural equation modeling for the determine the 
research hypothesis. The study found that 
capabilities, competitive advantage, service 
capabilities had positive significance to 
organizational performance in the Taiwan shipping 
firms.  
Regarding to the all effort from the previous study 
towards organizational performance. The 
organizations are still in the challenge of 
performance (Reiser, 2017). Thus, several 
antecedents have been proposed in determining 
organizational performance, which include 
individual factor, organizational factor, work group 
factor, employee commitment factor, job stress 
factor and appraisal factors (Vardi, 2001; Chullen, 
Dunford, Angermeier, Boss & Boss, 2010) among 
others.  
2. Organizational performance 
The organizational performance is a process of 
achieve the fulfillment of mission and vision at 
workplace (Cascio, 2006). The performance has 
been perceived in a different way, but decently the 
performance related with measurement of 
transaction efficiency and effectiveness for the 
sustainable competitive advantages (Stannack, 
1996) in the other hand, the organizational 
performance the process of shared the 
understanding with the employees what is to 
achieve for the effective and efficient competitive 
advantages of the organization. The performance is 
generally used for the administrative salaries and 
wages for the efficient feedback and identify the 
strength and weakness. Organizational performance 
describes as an executive duty and their 
responsibility as well (kern, Liberman, 
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Kopelowicz, Mints & Green, 2014). the 
organizational performance more related to 
survival and success of an organization (Susita, 
Mohamed & Mohd, 2009).  
3. Individual Factors 
The individual factors which contain personality 
such negative affectivity (Penney & Spector, 2005; 
Kaplan, Luchman, Haynes, & Bradley, 2009), five 
personality dimension (Bettencourt, Talley, 
Benjamin, & Valentine, 2006; Spector, 2011; 
Adebayo & Nwabuoku, 2008), model personality 
structure (Lee & Ashton, 2004; Ashton & Lee, 
2008), demographic variable such as gender 
(Fagbohungbe, Akinbode, & Ayodeji, 2012; 
Cohen, Panter, & Turan, 2013), age (Gruys & 
Sackett, 2003) and trait anger (Restubog, Garcia, 
Wang, & Cheng, 2010; Ispas, & Iliescu, 2012; 
Mitchell & Ambrose, 2007; (Ilie, Penney, Ispas, & 
Iliescu, 2012). Several studies have been conducted 
to examine individual factor on performance for 
example Douglas and Martinko (2010) investigate 
the individual effects on difference among 151 
employee aggression in United State. The results 
indicated that individual differences (i.e. attribution 
style, attitudes toward aggression, trait anger, 
negative affectivity, aggressive culture and self-
control) (62%) significant incremental variance that 
predicting in different countries such as Canada, 
Australia, Netherland to investigate on individual 
honesty-humility (i.e., additional to dimension five 
factors of personality model) and employee 
integrity and workplace delinquency. The results 
have indicated honesty-humility significant 
incremental variance beyond the five factors of 
personality model to predicting employee integrity 
and delinquency. The study highlighted that 
individual’s low levels of honesty-humility may 
have high propensity to engage into performance 
than high of honesty-humility (Ashton & Lee, 
2007). Korea 264 sample employee, Lee, Ashton 
and shin (2005) have found significant validities on 
honesty-humility over five predicting 
organizational social behavior. Thus, Marcus, 
Ashton and Lee (2013) showed integrity practically 
significant variable on five dimension all integrity 
test to predicting performance behavior at work. 
4. Organizational Factors 
The organization must have a statement, a 
philosophy, and a series of programs and goals that 
focuses on the skills and talents of its employees 
can move the organization forward for success. The 
organizations need both inspirational leaders and 
sound managers in order to achieve increased and 
sustainable results, organizations need to execute 
strategies and engage employees. Success is 
measured by analyzing where the organization is in 
regards to its goals and its mission. In the same 
vain, Organizations need to think about the future 
of their better ways to be successful. Organizations 
can either view their challenges as competition 
with others or as opportunities to push them closer 
to reaching their full potential. What route they 
choose to take determines if they are successful or 
not. 
To date series of attempt has been in a difference 
aspect of organizational factors towards 
organizational performance. For instance, 
organizational justice (Bechtoldt, Welk, Zapf, & 
Hartig, 2007; Ambrose, Seabright, & Schminke, 
2002; Cohen-Charash & Mueller, 2007), job stress 
(Penney & Spector, 2005; Ganster, Fox, & Dwyer, 
2001), organizational trust (Thau et al., 2007; 
Demir, 2011; Miner & Reed, 2010; Erkutlu & 
Chafra, 2013; Rahim & Nasurdin, 2008), 
organizational support (Colbert, Mount, Harter, 
Witt, & Barrick, 2004), organizational 
politics(Davis & Gardner, 2004; Byrne, 2005; 
Chang, Rosen, & Levy, 2009; Bodla & Danish, 
2011), and among others. 
5. Group Factors 
Once the groups have been formed, it happens that 
some groups perform well whereas some groups do 
not perform well. This happens because there are 
several factors both within and outside the groups, 
what effect its performance. A group comprises of 
several individuals and has a well-defined 
structure. Groups have structures that shape the 
behavior of its members and make it possible to 
predict and explain the individual behavior within 
the group as well as the performance of the group. 
Work groups typically provide their members with 
explicit clues on how hard they should work, how 
to get the Job done, their level of output, 
appropriate level of tardiness and so on. it is quite 
clear that shape the behavior of a group contributed 
to organizational performance include group 
norms, groups cohesion and group attitude.  This 
has direct effective and significant predict to 
organizational performance.  
6. Job Factors 
Performance management is a shared 
understanding about how individuals contribute to 
an organization's goals. An effective performance 
management and appraisals process focuses on 
aligning your workforce, building competencies, 
improving employee performance and 
development, and driving better business results. 
One of the main challenges organizations is related 
to retention. Most of the time organizations spend a 
lot of time and money on recruiting and training 
organizational members, but the challenge is that 
the organization are not encourage employee to 
stay, rather than lose them and must go through the 
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same process again. In today’s working 
environment, employees are jumping around from 
organization to organization until they find suitable 
job.  Organizations have a lot of pressure on them 
in this environment to entice their employees to not 
only perform better with fewer resources, but to 
just stay engaged in their work. The job factors is 
associated with job stress (Ganster, Fox, & Dwyer, 
2001; Bowling & Eschleman, 2010; Salami, 2010; 
Penney & Spector, 2005; Taylor & Kluemper, 
2012; Omar, Halim, Zainah, & Farhadi, 2011), job 
attitude (Judge, Scott, & Ilies, 2006; Bowling, 
2010),  job security, job description and internal 
career opportunity (Sai'd, Subramaniam, & 
Shamsudin, 2014; Probst, Stewart, Gruys, & 
Tierney, 2007; Benjamin & Samson, 2011; Reisel, 
Probst, Chia, Maloles, & König, 2010). 
7. Commitment Factor 
Employees who are affectively committed feel 
valued, act as ambassadors for their organization 
and are generally great assets for organizations. 
Mostly organizational member who are committed 
to organization are generally feel connection to 
organization and feel the understand mission and 
vision of the organization. Additionally, this add 
values to organizational members and tend to be 
more determine to their work and more positive in 
offering support to organizational performance. 
The more commitment the organizational members 
there are no longer fill the sense of neglect 
(Senyucel, 2009). This contribute to high 
organizational performance (Huang, Ma, & Meng, 
2017). 
8. Appraisal Performance Factor 
Appraisal is a process of technique of evaluated 
performance which include quantity, quality, cost, 
and time by the supervisor through the unity of 
command channel and sometimes by an external 
body (Brown, & Heywood, 2005). The 
performance appraisal is part of guiding, nurturing 
and managing employee development; A process 
which gathers, analyses and records in for 
Moreover, performance appraisal is the 
examination of an employees recorded successes 
and failures, personal strengths and weaknesses, 
and is also a determinant factor for the suitability of 
promotion or well as a job based assessment (Chen 
& Martin, 2004).  
The appraisal provides an employee a voice in the 
appraisal process, such that if employees are 
confident in the fairness of appraisal process, they 
are likely to accept the outcome of a judgment even 
when it does not favor them (Gary, 2003). 
Performance appraisal systems must have two key 
components in place: Firstly, they must have a 
technically sound rating process with clearly 
developed rating procedures, an appropriate, a 
monitor compliance and to store appraisal data. 
Secondly, the other key component is the manager 
who is placed in the challenging role of 
performance rater, and must have both the skills 
and motivation to conduct performance appraisals 
that are imperative in assessing employee’s 
performance on the job (Kumar, 2005). 
9. Conclusions  
The purpose of this paper is to propose antecedence 
that determinants of organizational performance. 
The study concludes that competency leadership is 
significant factor determining organizational 
performance. Based on the proposed antecedence 
determining organizational performance, include 
commitment factor, individual factor, 
organizational factor, job factor and appraisal 
performance factor can improve organizational 
performance through apply by competent 
leadership. The proposed antecedence is based on 
theoretical research is to evaluate the potential 
practice of the proposed antecedence of 
organizational performance. The recommendation 
of further researcher should emphasize on 
authorizing the proposed factor in apply the 
antecedence of organizational performance such as 
organizational culture. Testing the proposed 
antecedence in an empirical analysis. This could 
provide advantageous and information to 
authorities administrative personal to practices the 
proposed antecedence of organizational 
performance. The current study focus on the factor 
that determine organizational performance, but do 
not determine explicit organizational culture that 
influence organizational performance. The further 
research should focus on organizational culture that 
practice antecedence of organizational performance 
for the increase the level of organizational 
performance based on difference contexts. 
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